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ABSTRACT

GENDER DIFFERENCES IN ATTITUDES TOWARD ONLINE TRAINING
IN QATAR PRIVATE INSTITUTIONS
Manal Ibrahim Alkarzon, Ph.D.
Department of Educational Technology, Research and Assessment
Northern Illinois University, 2016
Hayley Mayall, Director
This exploratory study aimed to investigate the differences between male and female
employees in Qatar private institutions regarding their attitudes toward online training. Rogers’s
Diffusion of Innovation (DOI) theory was used as a theoretical framework for this study. Five
constructs from Rogers’s DOI theory (relative advantage, compatibility, complexity, trialability,
and observability factors) were used for the investigation. The study is important because there is
an apparent lack of research conducted in the field of online training in the State of Qatar. The
study used a non-experimental survey design which recruited 176 male and female employees in
Qatar private institutions. Results yielded significant differences between male and female
employees in their perceptions of the relative advantage of online training; results for the other
four factors were not significant. The findings of this study may help researchers and
administrators to better understand female and male employees’ attitudes toward online training.
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CHAPTER 1
INTRODUCTION
Online learning has become one of the most useful instructional methodologies for
training adult learners. Bartley and Golek (2004) stated that online learning is “gaining an
increasing presence due to the benefits associated with it, including the ability to consolidate
education and training across geographical and time constraints, and the claim by many that
online education and training is cost efficient” (p. 167). The term online learning can be used
interchangeably with distance education, e-learning, and virtual learning. Online learning or
training is the process of using electronic devices and technologies such as video, audio,
PowerPoint presentations, CD-ROMs, and links to additional information to deliver the training
or instruction to all types of learners and which facilitates the learning process (Jaffar, 2004).
According to Allen and Seaman (2011), the number of students who participate in online
learning in the United States of America has increased to 30 percent of all full-time students
across all sectors. Online learning can benefit many individuals and institutions by reducing the
cost and saving traveling time to pursue education or training. Online education is now being
used as a strategy to make educational opportunities more flexible and accessible to all types of
learners (Aydin, 2012; Taplin, Kerr, & Brown, 2013). According to Taplin et al. (2013), online
learning is a way to improve the pedagogy, increase the opportunities for learners and instructors
to easily access the material, and reduce the costs related to the education process. Information
through online learning or training can be delivered to employees from different countries
simultaneously. With online learning, learners can access their class on time no matter what they
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are doing or where they are. As a consequence, it could be supposed that male and female
empoyees might differ in various ways while attending online classes due to their diverse duties
or roles in their lives. Gender differences are an important topic in Arab Gulf countries (GCC)
(United Arab Emirates, Kuwait, Oman, Bahrain, Saudi Arabia, and Qatar), especially in Qatar,
where a large number of female graduates are ready for the market. According to The
Government of Qatar Planning Council (2007), “53 percent of Qatari women held jobs in
education in 2004” (p. 15). And Toumi (2011) stated that Qatar anticipates the female
participation rate in its workforce to reach 42 percent by 2016.
As Qatar has begun the process of integrating technology into the workplace, it is now
necessary to address the issue of attitudes toward online education by both genders.
Understanding the differences in online training between males and females will help trainers
avoid employees’ resistance in integrating the new technology. It will help organizations offer
the proper modality of training to employees to help them accept the new innovation. For
females in Qatar, online training will be very useful Because Qatar is a masculine society, it is
hard for females to travel overseas and leave their spouses and children. Through online training,
females can do their training in their home or office without the need to leave their work, home,
or country.
Gender issues in technology and online learning adoption have been investigated for a
long time (Bame, Dugger, de Vries, & McBee, 1993; Boser, Palmer, & Daugherty, 1998;
Teasdale & Lupart, 2001; Ziyadah, 2012). Many of the studies conducted in Turkey, Brazil,
India, Saudi Arabia, Kuwait, and Africa showed different results from each other regarding the
role that males and females play in technology adoption. For example, many empirical studies
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demonstrated that males and females have different attitudes about ease of use and usefulness
toward information systems (Aydin, 2012; Bain & Rice, 2006; Gefen & Straub, 1997; Mirjana,
Zoran, Anja, & Aoran, 2011; Okazaki, Dos, & Luiz, 2012; Chang, Shieh, Liu, & Yu, 2012; Zhou
& Xu, 2007). Gefen and Straub (1997) demonstrated that males and females have different
attitudes about ease of use and usefulness toward information systems. Volman and van Eck
(2001) found that the limited access to both the internet and technology decreased female
teachers’ level of computer use. In a different study by Adams (2002), however, female teachers
used technology in the teaching and learning process more than male teachers. At the same time,
the results of the study conducted by Kay (2006) contradict results reported by Adams (2002).
Kay (2006) concluded that male teachers are most likely to use technology in their teaching and
learning process more than female teachers. Also, Kay (2006) demonstrated that the attitudes of
female and male teachers were different before implementing the technology and these
differences remained after the implementation. Male teachers had higher levels of technology use
in their teaching than females before the implementation.
Gender and Education in Qatar
In Gulf countries, there is gender segregation in educational environments. Muslims in
Gulf countries believe that gender separation is imposed by the holy Quran, which is considered
the Holy Book of the Muslims and the greatest miracle of Mohammed, the messenger of God.
The issue of gender separation is considered an extension of the hijab issue. The hijab is a
traditional headscarf covering Muslim women’s hair, neck, and upper chest. The hijab is
considered a source of protection and modesty for Muslim women rather than a source of
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oppression, as non-Muslims sometimes surmise. In fact, more women in the State of Qatar
obtain college degrees than men. According to the Government of Qatar Planning Council
(2007), “more women than men are … pursuing post-secondary education. Among ages 19 to 26,
43 percent of women compared to less than 27 percent of men are enrolled in school” (p. 7). It is
traditionally known in the Arab world that men have more educational opportunities than
women. However, in Qatar, the case is completely different. In fact, the number of women who
receive education and who have educational opportunities is greater than the number of men.
According to Al-Misnad (2010),
In fact, the gender ratio is so skewed that at Qatar University the 2008/2009 student body
was 76% female. Incidentally, this trend of female domination at the university level has
been going on since the inception of the University, although the ratio was slightly less
skewed at 38% men and 62% women in 1973/1974. Even in terms of higher education
scholarships, which include support for study at the Education City Universities or
abroad, the trend shows an increase in women who receive scholarships compared to
men. In 2008-2009, 290 women enrolled compared to 170 men. (p. 9)
The establishment of the Qatar Foundation, along with the installation of branches of
several well-known American higher education institutions in the Education City in Qatar, has
paved the way for Qatari people in general and Qatari women in particular to pursue their higher
education degrees. Thus, Qatar has become a suitable place for women to involve themselves in
educational opportunities and develop their professional careers. According to Golkowska
(2014),
among Gulf countries (GCC) (United Arab Emirates, Kuwait, Oman, Bahrain, Saudi
Arabia, and Qatar), Qatar is arguably the best place for women who want to build
professional careers. In addition to educational opportunities, Qatari women benefit from
favorable legislation. (p. 55)
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In Qatar, men receive fewer educational degrees than women: “throughout all cohorts of
workers, Qatari male workers have an average 10.7 years [of] education compared with 14.1
years for females–a difference of 3.4 years” (Government of Qatar Planning Council, 2007, p.
13).
Qatari women’s access to and pursuit of higher education, and their opportunities for
professional work and advancement, suggest liberation, not oppression. However, although
women receive more educational degrees than men, women are found to have less presence than
men in the Qatari labor market. As Weber (2010) points out, “The 2004 census revealed that only
29% of Qatari females participate in the national labor force, as opposed to 68% of males” (p.4).
Ten years later, this ratio had not changed appreciably: only 36 percent of Qatari female nationals
are employed outside the home compared to 63 percent of Qatari male nationals (Golkowska,
2014). The wide gap between men and women workers can be attributed to Qatari women’s
refusal to stay for long hours in the workplace, as they have many home responsibilities in
addition to their work duties.
Statement of the Problem
The problem this study addressed is the lack of information regarding possible
differences among male and female employees’ attitudes toward online training in Qatar private
institutions. The results from this study will provide more information to human resources
officials and administrators about the potential differences between males and females, thus
helping to bridge the gap between male and female employees in Qatar private institutions.
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Study Background
Qatar is a small peninsula in the Arabian Gulf located in the Middle East next to Saudi
Arabia. Recently, education in Qatar has shown a large improvement regarding the
establishment of colleges and universities and the general population’s access to these
institutions. E-learning in Qatar institutions has started to be one of the main tools for
educational purposes. The culture in Qatar varies from other Arabian Gulf countries like Saudi
Arabia. For example, males and females can be in the same class, meet with their male
professors, and work together in different institutions. Females in Qatar have similar chances as
males to access education, and the internet, and also have similar job opportunities. In Qatar
there are many private companies that have both genders working together. Females can lead
these companies and hold high positions.
The first online course was introduced in 2005 at Qatar University. It was initiated to
examine the benefits of integrating technology into education. The study results turned out to be
very successful, and there was positive feedback from students (Yousif, 2006). However, Yousif
(2006) did not cover gender issues with online learning. The researcher did not find studies that
explored online integration and gender in Qatar’s private sector. Most of the employees in Qatar
private institutions have access to computers, email, and internet. Almost all of the private and
public institution use face-to-face training. Integrating online training in Qatar institutions
requires administrators to understand the employees’ attitudes toward online training. Also,
administrators need to understand the differences between males and females in their attitudes
toward online training. Such information will help administrators predict the rate of adoption to
online training for the employees, as well as provide the proper training for each employee.
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Gender differences in attitudes toward online learning are a critical factor in the
educational technology field. It is important for administrators of institutions to know the
attitudes of their faculty and employees when integrating online learning (Morris, Venkatesh, &
Ackerman, 2005). Gender differences in employees’ attitudes toward educational technology is
an important field of study (Sang, Valcke, van Braak, & Tondeur, 2010). Investigating both
genders’ attitudes toward technology provides information about their behavior and their
readiness to adopt online training and technology. According to Adewole-Odeshi (2014), the
positive attitudes of the learners toward technology increase the possibilities to adopt it.
However, research on gender differences in educational technology has exposed conflicting
results. Different research studies found that computers have been dominated by males, and a
number of studies support this view (Comber, Colley, Hargreaves, & Dorn, 1997; Kirkup, 1995).
Other studies found that there is no difference between males and females regarding their
attitudes toward technology (Aşkar, Yavuz, & Köksal, 1992; Cinkara, 2013; Lenka & Kant,
2012; Sang et al., 2010). Meanwhile, some studies recently concluded that the gap between the
two genders regarding their attitudes toward technology still exists (Aydin, 2012; Chang et al.,
2012). Okazaki et al. (2012) found males and females have different attitudes toward online
learning. This study found female students with low computer skills relied on ease of use while
male students relied on the efficacy of the computer to adopt technology in their learning
Purpose of the Study
The purpose of this survey study was to use Rogers’s (2003) Diffusion of Innovation
theory and his five perceived attributes as a framework to find out if there are differences
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between males’ and females’ attitudes toward online training for employees at QPIs. These
perceived attributes are: (1) relative advantage, (2) compatibility, (3) complexity, (4) trialability,
and (5) observability.
Research Questions
This researcher aimed to investigate the following five research questions:
1- Do males and females differ in their attitudes toward online training regarding relative
advantage in Qatar private institutions?
2- Do males and females differ in their attitudes toward online training regarding
compatibility in Qatar private institutions?
3- Do males and females differ in their attitudes toward online training regarding trialability
in Qatar private institutions?
4- Do males and females differ in their attitudes toward online training regarding
observability in Qatar private institutions?
5- Do males and females differ in their attitudes toward online training regarding
complexity in Qatar private institutions?
Hypotheses
There are five null hypotheses and five alternative hypotheses in the study:
H01: There is no difference between males and females regarding their attitudes toward online
training based on relative advantages.

H0: µ1= µ2
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H11: There is a difference between males and females regarding their attitudes toward online
H1: µ1 ≠ µ2

training based on relative advantages.

H02: There is no difference between males and females regarding their attitudes toward online
training based on compatibility.

H02: µ1= µ2

H12: There is a difference between males and females regarding their attitudes toward online
training based on compatibility.

H12: µ1 ≠ µ2

H03 There is no difference between males and females regarding their attitudes toward online
training based on trialability.

H03: µ1= µ2

H13 There is a difference between males and females regarding their attitudes toward online
training based on trialability.

H13: µ1 ≠ µ2

H04 There is no difference between males and females regarding their attitudes toward online
training based on observability.

H04: µ1= µ2

H14 There is a difference between males and females regarding their attitudes toward online
training based on observability.

H14: µ1 ≠ µ2

H05 There is no difference between males and females regarding their attitudes toward online
training based on complexity.

H05: µ1= µ2

H15 There is a difference between males and females regarding their attitudes toward online
training based on relative complexity.

H15: µ1 ≠ µ2

Significance of the Study
Gender differences have attracted significant attention in today’s educational research
and practice. Despite this, only a few researchers have explored gender differences in the use of
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technology in the corporate setting. Many studies have reported gender to be an important factor
that plays a significant role in integrating technology (Castel, Salvador, & Sanz, 2010; Morris et
al., 2005; Rhema & Miliszewska, 2014; Zhou & Xu, 2007). The findings of this study will
provide useful information about online training to companies that are planning to integrate
technology in their institutions by increasing our understanding of the possible differences
between males’ and females’ attitudes toward online learning.
The researcher found different studies conducted in Turkey, Brazil, India, Saudi Arabia,
Kuwait, and Africa. The researcher did not find studies that explore employees’ attitudes toward
e-learning in Qatar institutions. Therefore, this study is the first to investigate the differences
between males and females in Qatar private institutions regarding their attitudes toward online
training based on five constructs from DOI theory.
Theoretical Framework and Constructs
This study used Rogers’s (2003) Diffusion of Innovation (DOI) theory as a theoretical
framework. Diffusion is “the process in which an innovation is communicated through certain
channels over time among the members of [a] social system" (Rogers, 2003, p. 5). DOI theory is
used to explain how, over time, a new product diffuses through a social system. Decisions to
adopt the new innovation go through different stages and processes. According to Rogers
(2003), the innovation decision process has five stages: (1) the knowledge stage, (2) the
persuasion stage, (3) the decision stage, (4) the implementation, and (5) the confirmation stage.
This study focused on the second stage: the persuasion stage. At the persuasion stage, “unit[s]
form a favorable or unfavorable attitude toward the innovation" (Rogers, 2003, p. 174). There
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are five constructs under the persuasion stage: (1) relative advantage, (2) compatibility, (3)
complexity, (4) trialability, and (5) observability. These five constructs were used in this study to
measure the employee’s attitudes toward online training at Qatar private institutions.
Rogers (2003) defined the five constructs as follows. First, relative advantage is "the
degree to which an innovation is perceived as being better than the idea it supersedes” (p. 229).
Second, compatibility as the “degree to which an innovation is perceived as consistent with the
existing values, past experiences, and needs of potential adopters" (p. 240). Third, complexity is
the “degree to which an innovation is perceived as relatively difficult to understand and use" (p.
257). Fourth, trialability is the “degree to which an innovation may be experimental with limited
bases" (p. 258). Fifth, observability is the “degree to which the results of an innovation are
visible to others” (p. 258).
Assumptions
In Qatar’s private sector, all employees use technology and computers on a daily basis.
Also, all institutions offer computers and internet to their employees. Thus, this study assumed
that all participants have basic computer skills knowledge and have access to the internet.
Definition of Terms
Attitudes: According to Fishbein & Ajzen, (1975), “Attitudes refer solely to a persons’
location on a bipolar evaluative or affective dimension with respect to some objects, actions, or
events” (p. 216). In this study, a persons’ attitudes toward objects such as technology focus on
his or her intention to use this technology in the future.
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Online learning: It is an activity that uses technology with Internet that
facilitates learning, instruction, and assessment: Online learning is associated with content
readily accessible on a computer. The content may be on the Web or the Internet, or simply
installed on a CD-ROM or the computer hard disk” (Tsai & Machado, n.d.).
Relative Advantage: The “degree to which an innovation is perceived as being better
than the idea it supersedes” (Rogers, 2003, p. 229).
Compatibility: The “degree to which an innovation is perceived as consistent with the
existing values, past experiences, and needs of potential adopters" (Rogers, 2003, p.2 40).
Complexity: The “degree to which an innovation is perceived as relatively difficult to
understand and use" (Rogers, 2003, p. 257).
Trialability: The “degree to which an innovation may be experimental with limited
bases" (Rogers, 2003, p.258).
Observability: The “degree to which the results of an innovation are visible to other[s]”
(Rogers, 2003, p. 258).
Summary
Chapter 1 has presented a statement of the problem regarding possible differences
among male and female employees’ attitudes toward online training in Qatar private institutions.
The study uses diffusion of innovation (DOI) theory as a theoretical framework. Chapter 2
provides a full explanation about the Diffusion of Innovation theory, a review of the literature
about using DOI as a framework, and also addresses prior literature on online learning.

CHAPTER 2
LITERATURE REVIEW

Theoretical Framework
Rogers’ (2003) Diffusion of Innovation (DOI) theory was used as a theoretical
framework for this study. Rogers (2003) defined diffusion as “the process in which an
innovation is communicated through certain channels over time among the members of [a] social
system" (p. 5). According to Rogers (2003), the innovation decision process has five stages: (1)
the knowledge stage, (2) the persuasion stage, (3) the decision stage, (4) the implementation
stage, and (5) the confirmation stage. Rogers (2003) classified the adopters into five categories:
(1) innovators, (2) early adopters, (3) early majority, (4) late majority, and (5) laggards.
Rogers (2003) stated that potential adopters are influenced by an innovation based on five
perceived attributes: (1) relative advantage, (2) compatibility, (3) complexity, (4) trialability, and
(5) observability. (See Figure 1.) In his book, Rogers (2003) identified three types of knowledge:
the knowledge stage, the persuasion stage, and the decision stage:
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Figure 1. A model of five stages in the innovation decision process.
(Source: Rogers, 2003, p. 165)
Innovation Decision Process
The Knowledge Stage
In this stage the individual is exposed to an innovation’s existence and gains some
understanding of how it functions. In this stage, the individual faces three critical questions:
“what?”, “how?”, and “why?” In this step, the individual is required to identify “what the
innovation is and how and why it works” (Rogers, 2003, p. 172). This leads to the establishment
of three different types of knowledge: (a) Awareness knowledge, (b) How-to knowledge, and (c)
Principles knowledge.
Awareness knowledge: The first type is awareness knowledge. Awareness knowledge
motivates individuals to know more about the other two types of knowledge: how-to knowledge
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and principles knowledge. Awareness knowledge helps individuals know more about the
innovation regarding its adoption (Rogers, 2003).
How-to knowledge: The second type of knowledge is How-to knowledge. This type of
knowledge includes information about the correct use of the innovation. This knowledge stage is
very important to consider in the innovation-decision-process (Rogers, 2003). In this stage, the
individual is required to have enough level of “how-to knowledge” in order to strengthen the
adoption possibility of an innovation (Rogers, 2003).
Principles knowledge: The third and last type of knowledge is principles knowledge. This
knowledge contains the functioning principles that explain how the innovation works (Rogers,
2003). According to Rogers (2003), Principles knowledge helps in solving any problem related
to the innovation that individuals can face. The adoption process can continue without this
knowledge, but any misuse of the innovation may be discontinuous to the innovation. The
individual’s attitudes affect the process of adoption or rejection of the innovation. Thus, having
all needed knowledge does necessarily persuade the individual to adopt the innovation,
The Persuasion Stage
The second stage is the persuasion stage. Rogers (2003) stated that, "At the persuasion
stage (or some other decision- making) the unit forms a favorable or unfavorable attitude toward
the innovation" (p. 174). At this stage, the individuals play an active role to gain more
information about the innovation and they became more active to understand what and how to
use the new messages they receive. Rogers (2003) explained the difference between the
knowledge stage and persuasion stage is that the knowledge stage is knowledge centered, and the
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persuasion stage is feeling centered. Individuals in this stage are mostly "motivated to seek
innovation-evaluation information"(Rogers, 2003, p. 175). They look to the advantages and
disadvantages for integrating the innovation.
The third stage is the decision stage. At the decision stage, decision processes occur
“when an individual (or other decision-making unit) engages in activities that lead to a choice to
adopt or reject an innovation" (Rogers, 2003, p. 177). At the innovation-decision stage, he or she
can reject or adopt the innovation. However, rejecting the innovation can occur in any stage of
the decision-making process. Rogers (2003) stated that there are two types of rejection: Active
rejection and passive rejection. In active rejection, individuals think to adopt an innovation, then
decide not to adopt it. A discontinuous decision may lead to reject innovation after adopting it.
In passive rejection, individuals do not think to adopt an innovation at all.
The Implementation Stage
According to Rogers (2000), "Implementation occurs when an individual (or other
decision-making unit) puts an innovation into use" (p. 179). In the implementation stage, an
innovation is put into practice. The implementation stage takes place after the decision-making
stage. Individuals at this stage seek information about using the innovation and the problems and
solutions that are related to it. The implementation stage could be harder and more complicated if
the innovation is adopted from organizations rather than individuals. A number of individuals
should be involved in the decision-making process. At this stage, individuals who implement the
innovation should be supported by a change agent to reduce the degree of uncertainty about the
consequences (Rogers, 2003). Rogers (2003) discussed the differences between innovation and
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invention. "Invention is the process by which a new idea is discovered or created, while adoption
is a decision to make full use of an innovation as the best course of action" (p. 181). Rogers
(2003) explained the positive relationship between invention and innovation, which means that
innovation can be adopted when reinvention takes place.
The Confirmation Stage
In this stage, the individuals decide whether to accept or reject the innovation. Each
individual is advised to avoid conflicting messages and look for supportive messages for the sake
of confirming the decision because, in this step, the individual might be “exposed to conflicting
messages about the innovation” (Rogers, 2003, p. 189). This may lead to the decision being
reversed. Rogers (2003) stated that the individual may face two types of discontinuance during
this stage. The first type is called replacement discontinuance, when the individual declines the
innovation in order to replace it with a new and better one. The second type is called
disenchantment discontinuance, when the innovation does not meet the individual’s aspirations
or the individual is not satisfied with the functioning of the innovation itself. According to Sahin
(2006), the discontinuance “does not provide a perceived relative advantage, which is the first
attribute of innovations and affects the rate of adoption” (p. 17).
Adopter Categories
Rogers (2003) classified the adopters into five categories: innovators, early adopters,
early majority, late majority, and laggards. Innovators are the individuals who have a good
relationship outside the social system and use this relationship to bring the innovation inside the
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social system. Early adopters are considered the second category; they accept the innovation
after innovators have introduced it into the system. Rogers (2003) described the innovators as
individuals having the ability to accept the innovation or any new ideas, while early adopters
have less of a relationship outside the social system compared to innovators. However, early
adopters play important roles in the social system and in the adoption process. Early adopters
are the leaders from whom other members seek advice about the innovation.
The early majority is the third category. Rogers (2003) stated that members of the early
majority plays an important role in the innovation diffusion process through their relationship
with other members. Those identified as early majority members adopt the innovation just before
the other half of their peers adopt it (Sahin, 2006). Rogers (2003) mentioned that early majority
members take more time than early adopters in their innovation decision process.
Late majority members make up the fourth category. Rogers (2003) stated that this group
is made up of individuals who decide to adopt the innovation after most of the other members
adopt it. Laggards are the last category. Rogers (2003) defined laggards as the individuals who
resist change. Laggards have suffered from the lack of knowledge of innovation. Rogers (2003)
stated that laggards take a long time to decide to accept the innovation after it is successfully
adopted by others.
Diffusion of innovation theory can be used to assess adopters’ attitudes toward an
innovation and classify adopters into categories regarding their experiences and knowledge about
an innovation through studying their attitudes toward online training. Diffusion of innovation
plays an important role that helps to classify the adopters of innovation (Cheng, Kao, & Lin,
2004; Littrell & Carlson, 2009; Martin, Parker, and Allred, 2013; Ziyadah, 2012). Diffusion of
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innovation theory is considered a suitable theory that helps us understand the adoption process
and then predict adopters’ attitudes toward innovation (Liao, 2005). There are also some factors
in DOI theory that help predict the rate of adoption. These constructs or factors belong to the
attributes of innovation (persuasion stage). The five constructs were used to assess male and
females employees’ attitudes toward online training and if they have any influence in employees’
adoption of online training. The following section will introduce and discuss the theoretical
framework for this study.
Because all potential participants have basic knowledge of computer skills and they use
computer technology on a daily basis, this study is moving to the second stage to ascertain
employees’ attitudes toward online training. This study used focused on the persuasion phase in
DOI theory to find out employees’ attitudes toward online training. Rogers (2003) stated that,
"At the persuasion stage (or some other decision-making point) a unit forms a favorable or
unfavorable attitude toward the innovation" (p. 174). At this stage, the individuals play an active
role to gain more information about the innovation and they became more active to understand
what and how to use the new messages they receive. Rogers (2003) explained the difference
between the knowledge stage and persuasion stage such that the knowledge stage is knowledge
centered, and the persuasion stage is feeling centered. Individuals in the persuasion stage are
mostly "motivated to seek innovation-evaluation information" (Rogers, 2003, p. 175). They look
to the advantages and disadvantages of integrating the innovation. This stage includes five
constructs: Relative advantage, compatibility, complexity, trialability, and observability. Mostly,
attitudes are measured by a person’s positive and negative attitudes toward technology, but in
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this study attitudes were measured using the five constructs of Diffusion of Innovation theory to
find out the employees’ intention to use the technology in the future and adopt it.
Attributes of Innovation
As noted above, to Rogers (2003), potential adopters in the persuasion stage are
influenced by an innovation based on five perceived attributes: (1) relative advantage, (2)
compatibility, (3) complexity, (4) trialability, and (5) observability. Rogers (2003) stated that
relative advantage is "the degree to which an innovation is perceived as being better than the idea
it supersedes” (p. 229). Relative advantage relies on the type of innovation that is important to
adopters, accordingly, Rogers (2003) considered relative advantage as one of the best tools that
helps predict the rate of adoption to an innovation. Regarding relative advantage, Rogers (2003)
classified innovations into two categories. The first category is preventive innovations, and the
second category is incremental innovations. The difference between these is that incremental
innovations have a high rate of adoption, while preventive innovations have a low rate of
adoption (Shain, 2006).
Rogers (2003) defined compatibility as the “degree to which an innovation is perceived
as consistent with the existing values, past experiences, and needs of potential adopters" (p. 240).
Compatibility plays an important role in the adoption process for any innovation. Rogers (2003)
identified three components that make any innovation compatible or incompatible: Social/
cultural/moral attitudes, earlier introduced ideas, and the person’s need for the innovation.
Regarding compatibility with social/cultural/moral attitudes, innovation can be prevented from
adoption when it clashes with cultural values. Regarding compatibility with previously
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introduced ideas, an innovation can be compatible or incompatible with formerly adopted ideas.
According to Rogers (2003), “Compatibility of an innovation with a preceding idea can either
speed up or retard its rate of adoption” (p. 224). Thus, old ideas are considered the major tools
with which new ideas are evaluated. Regarding compatibility with needs, one sign of the
compatibility of an innovation is the level to which it meets a need felt by the adopter. According
to Rogers (2003), “Change agents seek to determine the needs of their clients, and then
recommend innovations to fulfill these needs” (p. 225). However, the obstacle often lies in
evaluating the felt needs of the change agents’ clients or customers.
Rogers (2003) identified complexity as the “degree to which an innovation is perceived
as relatively difficult to understand and use" (p. 257). Rogers (2003) clarified that complexity
and adoption have a negative relationship. In other words, the more complex the innovation is,
the less opportunity one has to adopt it. In addition, Rogers (2003) defined trialability as the
“degree to which an innovation may be experimental with limited bases" (p. 258). Rogers (2003)
showed that trialability and adoption have a positive relationship, which means that the more an
innovation is tried, the easier it will be to adopt. On the other hand, Rogers (2003) recognized
observability as the “degree to which the results of an innovation are visible to others’ (p. 258),
some innovations are easily observed by others, while some people find the observation of that
innovation difficult (Rogers, 2003). This means that some innovations are hard for some people
to recognize without direction from others who are considered knowledgeable about the
innovation.
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Liao (2005) examined the effect of diffusion of innovation factors such as simplicity,
trialability, and advantages/compatibility on predicting the rate of adoption of a webbased course management system at a college campus for 196 undergraduate and graduate
communication students. This study found that when “advantage/compatibility, simplicity, and
trialability” (Liao, 2005, p. 15) were used in the analysis process, simplicity was the most
important factor that helped predict the rate of adoption to the web-based course. This means that
the user-friendly nature of a course method increases the use of the technology most of the time.
The finding of this study encouraged educational technology trainers to increase the rate of
adoption of technology on college campuses by decreasing the use of a complex source of
technology. Almobarraz (2007), Liao (2005), and Martin et al. (2013) also concluded that the
other attributes of innovation such as relative advantage, compatibility, and motivation were
additional important factors in predicting the innovation’s rate of adoption.
Martin et al. (2013) investigated the factors that influenced faculty adoption for Horizon
Wimba in their online courses by using diffusion of innovation theory as a framework. This
study discovered that sixteen faculty mentioned that virtual classrooms influenced their adoption
of the technology. Martin et al. (2013) also noted that faculty highly rated two factors—
institutional support and resource accessibility—that influenced their adoption of Wimba. This
study and others found that the relative advantage and compatibility were the highest rated
factors in integrating innovation into any organization or institution (Liao, 2005; Martin et al.,
2013). These factors were very helpful in predicting the rate of adoption.
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Attitudes Toward Online Learning
The following literature review will present what previous studies found about the
learners’ attitudes and perspectives toward online learning. This review of literature also includes
some studies that showed the use of learners’ self-awareness and confidence in predicting their
rate of adoption of technology. Understanding these perspectives and attitudes will help in
determining possible gender differences as well as illustrating the learners’ positive or negative
attitudes toward online learning. Positive attitudes toward online learning will encourage the
learners to adopt and use the technology (Bates & Khasawneh, 2007; Fahy & Ally, 2005; Offir,
Bezalel, & Barth, 2007; Omar, 1992). Discovering learners’ attitudes toward online learning
helps to predict the rate of adoption when integrating new technology (Rogers, 2003). The
review also will show the conflicts between the studies regarding gender differences and
learners’ attitudes toward online learning and technology.
Gender and Learners’ Attitudes Toward Online Learning and Technology
Many studies were conducted to investigate the differences between males and females
regarding their attitudes toward online learning and technology. Some research found that there
are no differences between male and female attitudes toward online learning (Aşkar, Yavuz, &
Köksal, 1992; Lenka & Kant, 2012). Lenka and Kant’s (2012) study findings indicated no
significant differences between male and female attitudes toward distance education, which
means that males and females have similar attitudes toward distance education. Lenka and Kant
(2012) used a quantitative method to compare 150 (75 male and 75 female) graduate students’
perspectives toward distance education based on gender. The authors used purposive sampling,
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and conducted this study at one of the Indian universities. A self-made attitude scale was used as
the instrument because the authors did not find any published measurements.
In a different study that agrees with Lenka and Kant’s (2012) findings, Cinkara (2013)
used a quantitative study (t-test) for 1783 freshman university students to explore the difference
between male and female attitudes toward online classes. This study found that 50% of the
students have positive attitudes toward online classes and 11% of the students have negative
attitudes toward online classes. In addition, Cinkara found that all participants, both male and
female students, had a similar attitude toward online classes. Similarly, Rhema and Miliszewska
(2014) used a survey to identify 348 undergraduate engineering students’ attitudes toward
technology at the University of Tripoli and the regional University of Al-Jabal Al-Gharbi, both
in Libya. The authors concluded that all male and female students from both universities have
positive attitudes toward technology and e-learning. This study aligned with those of (Aşkar et
al. (1992), Lenka and Kant (2012), and Cinkara (2013), and conflicted with those of Aoran
(2011), Aydin (2012), Chang et al. (2012), and Okazaki et al. (2012). These studies showed that
male and female students have similar attitudes toward online learning. On the other hand, other
studies disagree with these results and found that there are significant differences between male
and female attitudes toward online learning and technology. This gender debate regarding
similarities and differences in online trainings requires more studies to move on toward more
accurate results in order to reach new strategies and performances to bridge the gap or enhance
the similarities between genders.
Bain and Rice (2006) used a mixed method to explore the difference between male and
female learners’ attitudes toward technology for 59 sixth grade students (29 boys and 30 girls).
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This study indicated that gender could be a factor that can influence the learner’s attitude toward
technology. In this study Bain and Rice (2006) found that most of the female participants
mentioned that they feel comfortable using computers, and they look at computers as easy to use.
This study revealed different perspectives from both genders toward technology use. While
women mentioned that males and females can use computers easily, men asserted that male
students use computers better than female students. This perspective from male students reflects
a bias to their gender (Comber et al., 1997; Durndell, Glissov, & Siann, 1995; Young, 2000).
Bain and Rice (2006) found women spend more time on computers than men. The finding of
this study conflicted with other studies that found women spend less time on computers than men
(Bame et al., 1993; Boser et al., 1998; Teasdale & Lupart, 2001). In a similar study, Zhou and
Xu (2007) investigated full-time faculty (1376) and sessional instructors’ (729) attitudes toward
technology (computers) at one large Canadian university. At this university, technology had been
adopted for the past 10 years. Zhou and Xu (2007) tried to find out the differences between the
female and male instructors regarding their confidence in using computers in their classrooms.
Zhou and Xu (2007) found a difference between male and female instructors. Specifically, male
instructors were more confident in the use of computers than female instructors. Also, female
students were more likely to learn how to use computers from others. Females depended on
others in adopting technology, and the female students tended to adopt technology after all the
male students adopted it, thus falling into Rogers’s (2003) “late majority” category.
Mirjana et al.’s (2011) study contradicts those of Chang et al. (2012) and Shashaani and
Khalili (2001) regarding females’ attitudes toward computer use. Mirjana et al. (2011)
conducted a study for 108 students (42 female and 66 male) at the University of Novi Sad in
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Serbia. They found that female students in the computer science department were very confident
in using computers in their learning, and they had a high level of self-awareness. The high level
of self-awareness toward computer use showed that females in this study were able and ready to
adopt computers in their work.
Okazaki et al. (2012) conducted a study for 468 faculty members at three large Brazilian
universities to study the attitudes of female and male learners toward technology adoption. The
results of this study are consistent with other previous studies that female students with low
computer skills relied on the computer’s ease of use, while male students relied on the
computer’s efficacy to adopt technology in their learning (Carr, 2005; Ong & Lai, 2006; Venkatesh & Morris, 2000; Yuen & Ma, 2002). Aydin (2012) used a quantitative method to
investigate the relationship between learners’ gender and their attitudes toward online learning
for 621 students in English language preparation classes at Eskisehir Osmangazi University in
Turkey (259 females and 362 males). This study revealed that females were worried about online
learning; in other words, this study indicated that females think online learning is open to
communication error compared to male students.
Chang et al. (2012) examined the difference between 204 Chinese women’s attitudes
toward technology training. The Research, Development and Evaluation Commission (RDEC)
(2010) reported that eight percent of the women in Chiayi City, Taiwan have limited access to the
internet, which reduces their preference to use computers. After an eight-week training program,
Chang et al. (2012) found that women’s attitudes were affected by the training toward learning
computer skills that increased their use of computers. The researchers (2012) also found that the
students’ anxiety decreased after the training. Another finding for this study was that computer
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ownership and the women’s age were important factors that influenced their attitudes toward
computer use: younger women and women who owned computers were very motivated to learn
computer skills. These findings show that women’s attitudes toward computer use can be
influenced by their experience and other factors.
Table 1 summarizes the findings of the studies discussed above. Most of the studies
conducted were for students and faculty in college and university settings. No studies were
conducted for employees in private institutions. This study aims at investigating if there are
differences between males and females toward online training for the employees at Qatar private
institutions (QPIs) based on five perceived attributes from Rogers’ (2003) theory: (1) relative
advantage, (2) compatibility, (3) complexity, (4) trialability, and (5) observability.
Summary
One of the most important factors that any institution should take into account when
integrating technology is the differences between male and female learners (Bidjerano, 2005;
Price, 2006; Rovai & Baker, 2005). This review of literature discussed what other studies found
about such differences. Research about the different attitudes between males and females toward
online environments showed conflicting results. Some research indicated that males and females
have similar attitudes toward online learning, while other studies revealed the opposite. Some
studies indicated that males could be early adopters, while females adopt technology after the
majority adopt it (late majority). In contrast, other studies found that females are early adopters.
Researchers attributed these differences to various factors.
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Table 1
Summary of Studies’ Findings

Author
(Year)

Type of
participants

Type of
Technology

Findings

Implications

Lenka & Kant
(2012)

150 graduate
students:
75 male and
75 female (India)

Distance Education

Female = Male

Similar positive attitudes
toward technology for both
genders.

Cinkara (2013)

1783 freshman
university
students
348 undergraduate
engineering
students (Libya)

Online Classes

Female = Male

Technology

Female = Male

59 6th grade
students:
29 boys and
30 girls
1376 full-time
faculty and 729
sessional
instructors
(Canada)

Technology

Female < Male

Similar positive attitudes
toward technology for both
genders.
There was a statistically
significant correlation between
student attitudes toward
technology and their levels of
access to various technologies
for both genders.
Several males indicated they
were better at using the
computer than females.

Technology

Female < Male

Male instructors were more
confident in computer use than
females.

Mirjana, Zoran,
Anja, & Aoran
(2011)

108 students:
42 female and
66 male (Serbia)

Computers

Female > Male

Okazaki, Dos,
& Luiz (2012)

468 faculty
(Brazil)

Technology

Female ≠ Male

Aydin (2012)

626 students in
English language
preparation
classes (259
females and 362)
males (Turkey)

Online Learning

Female < Male

Female students in the
computer science department
were very confident in using
computers, and they have high
levels of self- awareness
Female students with low
computer skills relied on ease
of use while male students
relied on the efficacy of the
computer to adopt technology
in their learning
Female students view online
environments as open to
communication errors

Rhema &
Miliszewska
(2014)

Bain & Rice
(2006)
Zhou & Xu
(2007)
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These conflicts in the studies’ findings could be interpreted in several ways. Some studies
purporting to identify gender roles in technology adoption can’t be generalized because the
researchers did not take into account the participants’ level of education. For example, some
authors made comparisons between educated men and uneducated women. And other authors
made comparisons with women who had no internet access. I therefore believe that some of
these comparisons are illogical. In order to be valid, the studies should have equal comparative
aspects between males and females.
Other researchers focused only on the factors that influenced females to adopt technology
and ignored the factors that influenced males to adopt technology. Some studies measured just
one factor and avoided other important factors, a methodology that may have affected the results.
Some research, using qualitative methods, found that men always believe that they perform
better than women and that they tend to adopt technology faster than females. Such results
indicate a male gender bias and are therefore not trustworthy (Comber et al., 1997; Durndell et
al., 1995; Young, 2000).
The previous studies indicate a gap in the research; more research is needed to find
further explore the differences between males and females regarding their adoption of
technology. My focus was to use the proper tool that measures gender differences in relation to
technology adoption in order to fill the gap left by previous studies. Chapter 3 will discuss the
research design, participants, instruments, data collection, and data analysis procedures.

CHAPTER 3
METHODOLOGY
The purpose of this survey study was to use Rogers’s (2003) Diffusion of Innovation
theory and his five perceived attributes as a framework to determine if there are differences
between males’ and females’ attitudes toward online training for employees at Qatar private
institutions (QPIs). These perceived attributes are: (1) relative advantage, (2) compatibility, (3)
complexity, (4) trialability, and (5) observability.
This chapter presents the design, methods, procedures, and materials that I used to examine
the following research questions:
1- Do males and females differ in their attitudes toward online training regarding relative
advantage in Qatar private institutions?
2- Do males and females differ in their attitudes toward online training regarding
compatibility in Qatar Private institutions?
3- Do males and females differ in their attitudes toward online training regarding
complexity in Qatar Private institutions?
4- Do males and females differ in their attitudes toward online training regarding trialability
in Qatar Private institutions?
5- Do males and females differ in their attitudes toward online training regarding
observability in Qatar Private institutions?
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Research Design
This study used a quantitative methodology that incorporated a non-experimental survey
design to examine if males are different than females in their attitudes toward online training in
Qatar private institutions based on five perceived attributes: (1) relative advantage, (2)
compatibility, (3) complexity, (4) trialability, and (5) observability. I chose this design for
several reasons. First, in this type of methodology the independent variable (Gender) cannot be
manipulated, so experimental and quasi-experimental methods cannot be used. Second, this
correlation study does not require any experimental approaches. Finally, this type of design is
appropriate to answer questions about the differences between groups in terms of participants’
self-reported perceptions.
Participants
This study was conducted in Qatar private business institutions. In Qatar, all private
institutions use face-to-face training. Companies provide the latest computers and laptop devices
to most of their employees, and all employees have similar access to the internet. This study used
convenience sampling. The sample was comprised of 176 employees (87 males and 89 females)
from Qatar private institutions. The employees’ ages ranged from 22-65 years old, and they had
different levels of education.
Research Instrument
For my research instrument, I adapted Ntemana and Olatokun’s (2012) survey to measure
attitudes toward technology. In this study, the survey was used in private-sector institutions to
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measure employees’ attitudes toward online training. This study used a structured survey that
was divided into two sections. Section A of the survey contained questions about the
participants’ demographic characteristics. Section B contained questions that assessed
participants’ attitudes toward online training using diffusion of innovation theory. A 4-point
Likert-type scale was used in designing the Section B questions (1= strongly disagree, 2=
disagree, 3= agree and 4= strongly agree). For instrument validity, five local experts in
Information Communication Technology (ICT) examined the tool before data collection, and for
reliability, Ntemana and Olatokun (2012) used Cronbach’s alpha coefficient. Cronbach’s alpha
for relative advantage was .71, compatibility was.81, complexity was .97, trialability was .74,
and for observability was .92 (see Table 2).

Table 2
A Test of the Reliability of the Key Constructs of the Survey Instrument
(adapted from Ntemana and Olatokun, 2012)

Construct

Cronbach’s Alpha

Items in Construct

Relative advantage

.71

5

Compatibility

.81

5

Complexity

.97

5

Trialability

.74

5

Observability

.92

4
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Procedures and Data Collection
After receiving approval from the Northern Illinois University Institutional Review
Board (IRB), the researcher sent the survey via email to 200 employees who were considered an
accessible population. A G* power program indicated that to control against a Type II error rate,
only 92 participants were needed. The employees were informed that the survey would be
optional. This study used a self-administrated e-mail survey (Alwraikat, 2012). The selfadministrated survey allowed the participants to complete the survey at their convenience. The
data was collected through Qualtrics web-based survey. The survey starts with a consent form
that included yes or no answers to provide the participants’ consent, then the demographic
questions, followed by 23 items about employees’ attitudes toward online training. The data
collection took 14 days. The first email sent to the participants explained the purpose of the
survey. In addition, it informed the participants that in one week they would receive a survey.
The survey was sent by email on November 9, 2015 to the selected employees at QPIs, and
closed on December 5, 2015. A total of 185 participants completed the survey.
All participants were informed that they would have a code to protect their privacy.
About 86 of the participants responded to the survey between 5:00 and 6:00 p.m. About 120
participants took 10 minutes to finish the survey, ten participants answered the survey within
3.40 minutes.
Data Analysis
For data analysis, an independent samples t-test was used to detect any differences
between male and female employees regarding their attitudes toward online training based on
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Rogers’s (2003) five DoI constructs: (1) relative advantage, (2) compatibility, (3) complexity, (4)
trialability, and (5) observability.
Variables
Independent Variable
There was one independent variable in the study—gender—which was at the nominal
level of measurement.
Dependent Variables
There were five dependent variables in the study: (1) relative advantage, (2) compatibility,
(3) complexity, (4) trialability, and (5) observability, which were at the ordinal level of
measurement.
Instrumentation and Constructs
The survey included five constructs in section B and each construct is comprised of the
various items from the survey. Note that the wording of the original survey was altered so that
“ICTs” was changed to “online training” to more accurately reflect the domain being examined
(see Table 3).
Analytical Approach
This study used the second phase of Rogers’ (2003) model. To analyze the collected data,
I used descriptive and inferential statistics. Information such as gender and age was used to
provide a description of the participants. Descriptive statistics such as means and standard
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Table 3
Survey Items
Constructs
Relative
Advantage

Survey Items
1- Online
training
improves
my
efficiency
when I use
it.

Compatibility 6- I do not
need online
training in
my work.
Online
training
makes
lecturers
redundant.
10- It was
Trialability
easy to use
online
training
more
frequently
after trying
it out.
Observability

Complexity

15- I was
influenced
by what I
observed as
the benefits
of using
online
training.
19-Online
training is
complicated
to learn.

2-Mistakes
with online
training are
easier to
correct than
face-to-face
ones.
7- It bothers
me to use
online
training
when I could
do my work
face-to-face.
11-A trial
convinced
me that
using online
training was
better than
using faceto-face
systems.
16-I
observed
others using
online
training and
saw the
advantages
of doing so.
20- Online
training is
difficult to
understand
and use.

3- There are
enough
advantages of
online
training for
me to
consider using
it.
8- I worry
about the
privacy of my
information
when using
online
training.

4- Mistakes are
more likely to
occur with online
training usage
than with face-toface operations.

12- I do not
need a trial to
be convinced
which online
training is the
best for me.

13- It did not take
me much time to
try online training
before I finally
accepted its use.

17- Observing
online
training users
before using
online
training is
unnecessary.

18-I have seen
how others use
online training
before using it.

21-Online
training is
convenient to
use.

22- Online
training is
confusing.

5- Online
training helps me
to better manage
my time.

9- I worry that
online training is
not secure enough
to protect my
personal
information.

14- It is better to
experiment with
online training
before adopting
it.

23- It is easy to
use online
training even if
one has not used
it before.
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deviations were included. Inferential statistics were used to answer the five research questions.
Independent samples t-tests were employed to determine whether males and females have
different attitudes toward online training based on relative advantage, compatibility, complexity,
trialability, and observability constructs. For the independent t-tests, the null hypothesis H0 states
that there is no statistically significant difference in attitudes between males and females, and the
alternative hypothesis H1 states that there is a statistically significant difference in attitudes
between males and females. I conducted five independent sample t-tests. The Bonferroni
correction method was used to adjust for Type I error inflation, where .05/5 = the new, adjusted
alpha level of p < .01 for statistical significance. The power ≥ 0.80, and moderate effect size
Cohen’s d=0.50. Since no study in Qatar private institutions had been conducted to determine
whether males and females have different attitudes toward online training, this non-experimental,
correlational study provides information to researchers to identify whether differences exist
between males and females. Independent sample t-tests helped me compare the means for the
two groups (males, females) and to find out if both genders have similar attitudes toward online
training based on five constructs that could influence participants’ attitudes: (1) relative
advantage, (2) compatibility, (3) complexity, (4) trialability, and (5) observability. The next
chapter provides the data analysis of the findings.
Summary
Chapter 3 has presented the research design, information about the participants, the
instrument that was used to collect the data, and the data analysis. Chapter 4 will cover in detail
all the data analysis for this study.

CHAPTER 4
RESULTS AND FINDINGS
The purpose of this survey study was to use Rogers’s (2003) Diffusion of Innovation
theory and his five perceived attributes as a framework to determine whether there are
differences between males and females’ attitudes toward online training for employees at QPIs.
These perceived attributes are: (1) relative advantage, (2) compatibility, (3) complexity, (4)
trialability, and (5) observability. The constructs are the composite average of the items in the
survey. Table 4 shows each construct and the survey items that represent each construct.

Table 4
Constructs and Survey Items

Constructs

Items on survey

Relative advantage

1, 2, 3, 4, 5

Compatibility

6, 7, 8, 9

Trialability

10, 11, 12, 13, 14

Observability

15, 16, 17, 18

Complexity

19, 20, 21, 22, 23
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After receiving approval from the Institutional Review Board (IRB), I sent a survey via
email to 200 employees. A total of 185 participants responded to the survey (91 males, 94
females). The data were checked for missing values, where nine gender variables were found to
be missing. The nine surveys with missing gender items were deleted, as imputing the mean in
this instance does not make sense in estimating one’s gender affiliation. Thus, the total
participants decreased from 185 to 176 after the survey deletion. For the scale items, there was
< 5% missing data per variable, so imputing the mean for these data was employed (Dong &
Peng, 2013). This chapter will discuss the descriptive data analysis and inferential statistics for
the five research questions and their affiliated hypotheses.
Instrument Reliability
In order to verify the reliability of the data from the current study, Cronbach’s Alpha was
calculated for the full 23 items on the scale and was 0.887. Additionally, because subscales of
each construct were used during the data analysis phase, a Cronbach’s Alpha for each construct
was calculated, with the results as follows: 0.783 for the relative advantage construct, 0.945 for
the compatibility construct, 0.945 for the trialability construct, 0.793 for the observability
construct, and 0.721 for the complexity construct. Each of the reliability measures were above
0.70 and so the data from the instrument are considered reliable.
Analysis of Research Questions
This section will include a detailed data analysis (descriptive and inferential statistics) for
the five research questions.
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Research Question 1
Do males and females differ in their attitudes toward online training regarding relative
advantage in Qatar Private institutions?
Hypotheses
H01: There is no difference between males and females regarding their attitudes toward online
training based on relative advantages.

H0: µ1= µ2

H11: There is a difference between males and females regarding their attitudes toward online
training based on relative advantages.

H1: µ1 ≠ µ2

Descriptive Statistics
To address the first research question, Table 5 shows the percentages of the level of
agreement among the employees at QPIs to the first five items that represent the relative
advantage construct. Table 5 shows that on average, 66% of the participants agreed with any of
the five items comprising the relative advantage construct. Also, online training improved their
efficiency when they used it.
Descriptive statistics tables are included in (Appendix B) such as mean, standard deviation,
skewness, and kurtosis. In this study (176) participants, (87 males, 89 females) were involved.
The composite mean for relative advantage for males’ mean (M) was 2.75, and standard
deviation (SD) was .443. The skewness was .703 and kurtosis was 2.169. For the females, the
composite mean for relative advantage was M = 2.84 and SD = .402. The skewness was 1.138
and kurtosis was 1.457.

Table 5
Participants’ Agreement Level on the Survey Items Relating to the Relative Advantage Construct
Questions

Total
(N)

1- Online training improves my efficiency when I

Strongly Agree Disagree

Strongly

Agree

Disagree

176

13%

77%

6%

4%

176

13%

69%

14%

4%

176

10%

77%

10%

2%

176

9%

30%

20%

41%

176

15%

79%

4%

2%

48%

66.4%

10.8%

10.6%

use it
2-Mistakes with online training are easier to correct
than face-to-face ones
3- There are enough advantages of online training
for me to consider using it.
4- Mistakes are more likely to occur with online
training usage than with face-to-face operations.
5-Online training helps me to better manage my
time.
Average of the total responses
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Results indicated that most of the skewness and kurtosis values were in the range between -2.00
to +2.00 and histograms indicated that the dependent variables for males and females were
normally distributed. (See Figures 2 and 3). The tests of normality, Kolmogorov-Smirnov (K-S)
and Shapiro-Wilk (S-W) (see Table 6), indicated; however, that the dependent variables for
males and females may not be normally distributed. In general, K- S and S-W tests are not
always reliable in terms of normality and can produce unstable results. According to Ghasemi
and Zahediasl (2012), “It has been reported that the K-S test has low power and it should not be
seriously considered for testing normality” (p. 487)
In conclusion, by examining the distribution of relative advantage for male and female
employees at QPIs, the majority of the evidence presented from perspectives of descriptive
statistics, graphing, and inferential testing indicates that this dependent variable appeared to be
normally distributed.
Inferential Statistics
The boxplot in Figure 4 shows that there are chronic outliers more than 3SD above and/or
below the measure of central tendency for the males. These chronic outliers were deleted. The
results showed that these 12 chronic outliers (14% of the males) had leverage to change the
results. According to Osborne and Amy (2004), the results of a t-test could significantly change
as a result of removing the outliers.
An independent samples t-test was conducted to address the hypotheses for the first
research question. As shown in Table 7, Levene’s test for homogeneity of variance (p < .01)
(145.724) = -2.904, p =.004, d =.27 (where p was corrected via the Bonferroni Correction
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Figure 2. Normality for Relative Advantage construct (males).

Figure 3. Normality for Relative Advantage construct (females).
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Table 6
Tests of Normality for Relative Advantage

Kolmogorov-Smirnova
Gender
Relative Advantage

a.

Statistic

df

Shapiro-Wilk

Sig.

Statistic

Df

Sig.

Male

.240

87

.000

.869

87

.000

Female

.244

89

.000

.852

89

.000

Lilliefors Significance Correction

Figure 4. Boxplot for Relative Advantage construct for males and females.

Table 7
Independent Samples Test Without Outliers for Relative Advantage

Levene's
Test for
Equality of
Variances

Relative

Equal variances

Advantage

assumed
Equal variances
not assumed

F

Sig.

15.5

.00

62

t-test for Equality of Means

t

df
-

0 2.785
2.904

95% Confidence Interval of the

Sig.

Mean

(2-

Differenc

Std. Error

tailed)

e

Difference

Difference
Lower

Upper

162

.006

-.147

.053

-.251

-.043

145.724

.004

-.147

.051

-.247

-.047

44

45
Method to adjust for inflated Type I error .05/5 = p = < .01). Therefore, we can reject the H01 and
accept the H11, and conclude that there is a difference between males and females regarding their
attitudes toward online training based on the relative advantages construct. The males’ mean (M
= 2.75, SD = .443) for the relative advantage construct was somewhat lower than that of the
females (M = 2.84, SD = .402).
The 95% confidence interval (CI) around the difference between group means was (-.247,
-.047), so we are confident that out of 100 trials, 95 would contain the population mean
difference parameter between males and females within this interval. Further, Cohen’s effect size
value was d = .27; in other words, a small effect was found. That is, the standardized difference
between male and female employees was about one-quarter of a standard deviation. Practically,
the mean difference between male and female employees (-.147) was less than one-fifth of a
relative advantage composite point. The power for this model was = .40, meaning that there was
a 40% probability of achieving statistically significant results for this model. The violation of
homogeneity of variance reduced the power for this model because we lost 17 degrees of
freedom (see Table 7). The low power in this model decreased the probability of detecting a true
effect, and shows that there was a 60% chance of committing a Type II error.
Research Question 2
Do males and females differ in their attitudes toward online training regarding compatibility in
Qatar private institutions?
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Hypotheses
H02: There is no difference between males and females regarding their attitudes toward online
training based on compatibility.

H02: µ1= µ2

H12: There is a difference between males and females regarding their attitudes toward online
training based on compatibility.

H12: µ1 ≠ µ2

Descriptive Statistics
To address the second research question, Table 8 shows the percentages of the level of
agreement among the employees at QPIs to the first five items that represent relative
compatibility. Table 8 shows that on average, 45% of the participants strongly disagreed with
any of the four items comprising the compatibility construct.
Descriptive statistics tables are included in Appendix C such as mean, standard deviation,
skewness, and kurtosis. The composite mean for males was M = 1.90 and SD = 0.947. The
skewness was .773 and kurtosis was -.494. For the females, the composite mean for
compatibility was M = 2.02 and SD = .980. The skewness was.303 and kurtosis was -1.331.
Results indicated that most of the skewness and kurtosis values were in the range
between -2.00 to +2.00 and histograms indicated that the dependent variables for males and
females were skewed right (See Figures 5 and 6). The tests of normality, Kolmogorov-Smirnov
and Shapiro-Wilk (see Table 9), indicated, however, that the dependent variables for males and
females may not be normally distributed.
In conclusion, by examining the distribution of compatibility for male and female
employees at QPI, the majority of the evidence presented from perspectives of descriptive
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statistics, graphing, and inferential testing that this dependent variable appeared to be normally
distributed. So, the requirement for implementing the independent samples t-test has been met.

Table 8
Participants’ Agreement Level on the Survey Items
Relating to the Compatibility Construct

Total
(N)

Strongly
Agree

Agree

Disagree

Strongly
Disagree

Questions

6- I do not need online training in my work.
Online training makes lecturers redundant.

176

10%

16%

29%

44%

7- It bothers me to use online training when
I could do my work face-to-face.

176

9%

20%

25%

45%

8- I worry about the privacy of my information
when using online training.

176

12%

22%

22%

45%

9- I worry that online training is not secure enough
to protect my personal information.

176

11%

20%

22%

46%

10.5%

19%

24.5%

Average of the total responses

45%
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Figure 5. Normality for Compatibility (males)

Figure 6. Normality for Compatibility (females)
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Table 9
Tests of Normality for Compatibility

Kolmogorov-Smirnova
Gender
Compatibility

a.

Statistic

df

Shapiro-Wilk

Sig.

Statistic

df

Sig.

Male

.219

87

.000

.842

87

.000

Female

.233

89

.000

.846

89

.000

Lilliefors Significance Correction

Inferential Statistics
As shown in Table 10, Levene’s test for homogeneity of variance (p > .01) indicated that
there was homogeneity of variance. However, the t-test was not statistically significant, t (174) =
-.847, p =.398. Therefore, we failed to reject the H02, and concluded that there is no difference
between males and females regarding their attitudes toward online training based on
compatibility construct. The males’ mean (M = 1.90, SD = .947) for the compatibility construct
was very close to that of the females’ (M = 2.02, SD = .980).
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Table 10
Independent Samples t-Test for Compatibility

Levene's
Test for
Equality of
Variances

t-test for Equality of Means
95% Confidence Interval
of the Difference

Sig.
(2-

Mean

Std. Error

tailed)

Difference

Difference

174

.398

-.123

.145

-.410

.164

-.848 173.976

.398

-.123

.145

-.410

.164

F

Sig.

t

2.548

.112

-.847

df

Lower

Upper

Compatibility Equal variances
assumed
Equal variances not
assumed

The 95% confidence interval CI around the difference between males’ and females’
means was (-.410, .164), so we are confident that out of 100 trials, 95 would contain the
population mean difference parameter between males and females within this interval. The
power for the independent t-test = .06, meaning that there was a 6% probability of achieving
statistically significant results for this model. The low power in this model decreased the
probability of detecting a true effect, and shows that there was a 94% chance of committing a
Type II error. The boxplot in Figure 7 shows that no outliers were found for this model.
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Figure 7. Boxplot for Compatibility (males and females).

Research Question 3
Do males and females differ in their attitudes toward online training regarding trailability in
Qatar private institutions?
Hypotheses
H03: There is no difference between males and females regarding their attitudes toward online
training based on trialability.

H03: µ1= µ2
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H13: There is a difference between males and females regarding their attitudes toward online
training based on trialability.

H13: µ1 ≠ µ2

Descriptive Statistics
To address the third research question, Table 11 shows the percentages of the level of
agreement among the employees at QPI to the first five items that represent the trialability
construct. Table 11 shows that on average, 75% of the participants agreed with any of the five
items comprising the trialability construct.
Descriptive statistics tables are included in Appendix D such as mean, standard deviation,
skewness, and kurtosis. The composite mean for males was M = 2.95 and SD = .394. The
skewness was -.531 and kurtosis was 3.933. For the females, the composite mean for trailability
was M = 2.96 and SD = .407. The skewness was -.051 and the kurtosis was 3.489. Results
indicated that most of the skewness and kurtosis values were in the range between -2.00 to +2.00
and histograms indicated that the dependent variables for males and females were normally
distributed (See Figures 8 and 9).
The tests of normality, Kolmogorov-Smirnov and Shapiro-Wilk (see Table 12), indicated,
however, that the dependent variables for males and females may not be normally distributed.
According to Ghasemi and Zahediasl (2012), “It has been reported that the K-S test has low
power and it should not be seriously considered for testing normality” (p. 487).
In conclusion, by examining the distribution of trialability for male and female
employees at QPI, the majority of the evidence presented from perspectives of descriptive
statistics, graphing, and inferential testing indicates that this dependent variable appeared to be
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normally distributed. So, the requirement for implementing the independent samples t-test has
been met.

Table 11
Participants’ Agreement Level on the Survey Items
Relating to the Trialability Construct

Total
(N)

Strongly Agree Disagree
Agree

Strongly
Disagree

10- It was easy to use online training more
frequently after trying it out.

176

11%

80%

6%

2%

11-A trial convinced me that using online
training was better than using face-to-face
systems
12- I do not need a trial to be convinced
which online training is the best for me.
13- It did not take me much time to try
online training before I finally accepted its
use.
14- It is better to experiment with online
training before adopting it.

176

10%

77%

10%

3%

176

10%

76%

11%

3%

176

9%

82%

6%

3%

176

10%

80%

10%

1%

10%

75%

8.6%

2.4%

Questions

Average of the total responses
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Figure 8. Normality for Trialability (males)

Figure 9. Normality for Trialability (females)
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Table 12
Tests of Normality for Trialability

Kolmogorov-Smirnova
Gender
Trialability

Statistic

df

Shapiro-Wilk

Sig.

Statistic

df

Sig.

Male

.336

87

.000

.729

87

.000

Female

.315

89

.000

.801

89

.000

a. Lilliefors Significance Correction

Inferential Statistics
As shown in Table 13, Levene’s test for homogeneity of variance (p > .01) indicated that
there was homogeneity of variance. However, the t-test was not statistically significant, t (174) =
-.152, p =.879. Therefore, we failed to reject the H03, and conclude that there is no significant
difference between males and females regarding their attitudes toward online training based on
the trialability construct. The males’ mean (M = 2.95, SD = .394) for the trialability construct was
very close to that of the females (M = 2.96, SD = .407).
The 95% confidence interval CI around the difference between males’ and females’
means was (-.128, .110), so we are confident that out of 100 trials, 95 would contain the
population mean difference parameter between males and females within this interval. The
power for the independent t-test = .05, meaning that there was a 5% probability of achieving
statistically significant results for this model. The low power in this model decreased the
probability of detecting a true effect, and shows that there was a 95% chance of committing a
Type II error.
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Table 13
Independent Samples Test for Trialability

Levene's Test
for Equality of
Variances

F
Trialability

Equal variances
assumed
Equal variances
not assumed

Sig.

.144

.704

t-test for Equality of Means

t

df

Sig. (2-

Mean

Std. Error

tailed)

Difference

Difference

95% Confidence
Interval of the
Difference
Lower

Upper

-.152

174

.879

-.009

.060

-.128

.110

-.153

173.989

.879

-.009

.060

-.128

.110

The boxplot in Figure 10 shows that there is virtually no variance in the participants’
responses (flat lines for the interquartile range (IQR), the first quartile (Q1), and the third quartile
(Q3) and, thus, certain data points “appear” to be chronic outliers, while that may not be the case.
Research Question 4
Do males and females differ in their attitudes toward online training regarding observability in
Qatar private institutions?
Hypotheses
H04: There is no difference between males and females regarding their attitudes toward online
training based on observability.

H04: µ1= µ2

H14: There is a difference between males and females regarding their attitudes toward online
training based on observability

H14: µ1 ≠ µ2
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Figure 10. Boxplot for Trialability (males & females).

Descriptive Statistics
To address the fourth research question, Table 14 shows the percentages of the level of
agreement among the employees at QPIs to the first five items that represent the observability
construct.
Table 14 shows that on average, 81% of the participants agreed with any of the four items
comprising the observability construct. Both groups also agreed that observing others has
benefits of adopting online training and that it affects their decision to adopt it.
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Table 14
Participants’ Agreement Level on the Survey Items
Relating to the Observability Construct

Questions
15- I was influenced by what I observed as the
benefits of using online training.

Total Strongly Agree Disagree Strongly
Disagree
(N) Agree
176
9%
85%
5%
2%

16-I observed others using online training and
saw the advantages of doing so.

176

8%

84%

6%

3%

17- Observing online training users before
using online training is unnecessary.

176

9%

75%

13%

3%

18-I have seen how others use online training
before using it.

176

9%

81%

10%

1%

8.75%

18.25

8.5%

2.25%

Average of the total responses

Descriptive statistics tables are included in Appendix E such as mean, standard deviation,
skewness, and kurtosis. The composite mean for observability for males was M = 2.31 and SD =
.641. The skewness was 1.393 and the kurtosis was 1.066. For the females, the composite mean
for the observability was M = 2.31 and SD = .586. The skewness was 1.355 and the kurtosis was
1.703.
Results indicated that most of the skewness and kurtosis values were in the range
between -2.00 to +2.00. Histograms indicated that the dependent variable for males was skewed
right, and for females was normally distributed (See Figures 11 and 12).
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Figure 11. Normality for Observability (males).

Figure 12. Normality for Observability (females).
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The tests of normality, Kolmogorov-Smirnov and Shapiro-Wilk (see Table 15), indicated,
however, that the dependent variables for males and females may not be normally distributed.
According to Ghasemi and Zahediasl (2012), “It has been reported that the K-S test has low
power and it should not be seriously considered for testing normality” (p. 487).
In conclusion, by examining the distribution of Observability for male and female
employees at QPIs, the majority of the evidence presented from perspectives of descriptive
statistics, graphing, and inferential testing indicate that this dependent variable appeared to be
normally distributed. So, the requirement for implementing the independent samples t-test has
been met.
Table 15
Tests of Normality for Observability
Kolmogorov-Smirnova
Gender
Observability

Statistic

df

Shapiro-Wilk

Sig.

Statistic

df

Sig.

Male

.221

87

.000

.842

87

.000

Female

.276

89

.000

.806

89

.000

a. Lilliefors Significance Correction

Inferential Statistics
The boxplot in Figure 13 shows that there are chronic outliers more than 3 SD above
and/or below the measure of central tendency for the females. These chronic outliers were
deleted. The results showed that these 8 chronic outliers (7% of the females) had leverage to
change the results.
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As shown in Table 16, Levene’s test for homogeneity of variance (p > .01) indicated that
there was homogeneity of variance. The t-test results showed that there was no statistical
significance, t (174) = .048, p =.962. Therefore, we failed to reject the H04, and concluded that
there is no difference between males and females regarding their attitudes toward online training
based on the observability construct. The males’ mean (M = 2.31, SD = .641) for the
observability construct was the same as that of the females (M = 2.31, SD = .586).
The 95% confidence interval CI around the difference between males’ and females’
means was (-.178, .187), so we are confident that out of 100 trials, 95 would contain the
population mean difference parameter between males and females within this interval. The
power for the independent t-test =.15, meaning that there was a 15% probability of achieving

Figure 13. Boxplot for Observability (males and females).
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Table 16
Independent Samples Test Without Outliers for Observability
Levene's
Test for
Equality of
Variances

t-test for Equality of Means

Sig. (2F
Observability

Equal
variances
assumed

Sig.

t

df

tailed)

Mean

Std. Error

Difference Difference

95% Confidence
Interval of the
Difference
Lower

Upper

.475 .491 .048

174

.962

.004

.093

-.178

.187

.048

171.850

.962

.004

.093

-.178

.187

Equal
variances not
assumed

statistically significant results for this model. The low power in this model decreased the
probability of detecting a true effect, and shows that there was an 85% chance of committing a
Type II error.
Research Question 5
Do males and females differ in their attitudes toward online training regarding complexity in
Qatar private institutions?
Hypotheses
H05: There is no difference between males and females regarding their attitudes toward online
training based on complexity

H05: µ1= µ2

H15: There is a difference between males and females regarding their attitudes toward online
training based on relative complexity

H15: µ1 ≠ µ2
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Descriptive Statistics
To address the fifth research question, Table 17 shows the percentages of the level of
agreement among the employees at QPIs to the first five items that represent the complexity
construct. Table 17 shows that on average, 34% of the participants agreed with any of the five
items comprising the complexity construct.
Descriptive statistics tables are included in Appendix F such as mean, standard deviation,
skewness, and kurtosis. The composite mean for males was M = 2.31and SD = .641. The
skewness was 1.393 and the kurtosis was 1.066. For the females, the composite mean for
complexity was M = 2.31 and SD = .586. The skewness was 1.355 and the kurtosis was 1.703.

Table 17
Participants’ Agreement Level on the Survey Items
Relating to the Complexity Construct

Questions
19-Online training is complicated to learn.

Total
(N)

20- Online training is difficult to understand
and use.
21-Online training is convenient to use.
22- Online training is confusing.
23- It is easy to use online training even if one
has not used it before.
Average of the total responses

Strongly Agree Disagree
Agree

Strongly
Disagree

176

10%

15%

26%

50%

176

10%

14%

23%

53%

176
176
176

22%
11%
23%

66%
12%
65%

9%
22%
8%

3%
55%
4%

15.2%

34.4% 17.6%

33%
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Results indicated that most of the skewness and kurtosis values were in the range
between -2.00 to +2.00. Histograms indicated that the dependent variable for females and males
was skewed right (see Figures 14 and 15).
The tests of normality, Kolmogorov-Smirnov and Shapiro-Wilk (see Table 18), indicated,
however, that the dependent variables for males and females may not be normally distributed.
According to Ghasemi and Zahediasl (2012), “It has been reported that the K-S test has low
power and it should not be seriously considered for testing normality” (p. 487).

Figure 14. Normality for Complexity (males).
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Figure 15. Normality for Complexity (females).
Table 18
Tests of Normality for Complexity

Kolmogorov-Smirnova
Gender
Complexity

Statistic

df

Shapiro-Wilk

Sig.

Statistic

df

Sig.

Male

.200

87

.000

.794

87

.000

Female

.201

89

.000

.821

89

.000

a. Lilliefors Significance Correction

In conclusion, by examining the distribution of Complexity for male and female
employees at QPIs, the majority of the evidence presented from perspectives of descriptive
statistics, graphing, and inferential testing indicates that this dependent variable appeared to be
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normally distributed. So, the requirement for implementing the independent samples t-test has
been met.
Inferential Statistics
As shown in Table 19, Levene’s test for homogeneity of variance, (p > .01) indicated that
there was homogeneity of variance. However, the t-test was not statistically significant, t (174) =
.048, p = .962. Therefore, we failed to reject the H05, and concluded that there is no difference
between males and females regarding their attitudes toward online training based on the
complexity construct. The males’ mean (M = 2.31, SD = .641) for the complexity construct was
the same as that of the females (M = 2.31, SD = .586).

Table 19
Independent Samples Test for Complexity

Levene's
Test for
Equality of
Variances

t-test for Equality of Means
95%
Confidence
Interval of the
Difference

F
Complexity Equal variances assumed
Equal variances not
assumed

Sig.

t

.475 .491 .048

df

Sig.
(2Mean
Std. Error
tailed) Difference Difference Lower Upper

174

.962

.004

.093

-.178

.187

.048 171.850

.962

.004

.093

-.178

.187

The 95% confidence interval CI around the difference between males’ and females’
means was (-.178, .187), so we are confident that out of 100 trials, 95 would contain the
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population mean difference parameter between males and females within this interval. The
power for the independent t-test = .05, meaning that there was a 5% probability of achieving
statistically significant results in this model. The low power in this model decreased the
probability of detecting a true effect, and shows that there is a 95% chance of committing a Type
II error. The boxplot in Figure 16 doesn’t show any chronic outliers.
Summary
This chapter covered the data analysis and findings for the five research questions.
Descriptive statistics and inferential statistics were analyzed to find out if there were differences
between male and female employees at QPIs regarding online training based on five constructs
(relative advantage, compatibility, trialability, observability, and complexity) from Rogers’s
(2003) Diffusion of Innovation Theory.

Figure 16. Boxplot for Complexity (male & female).
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For all ten hypotheses, independent samples t-tests were used for data analysis. The
findings of this study showed that most of the employees—male and female—agreed that online
training was very helpful and they adopt it in their work. The t-test results showed that there
were no statistically significant differences between male and female employees in their attitudes
toward online training for the compatibility, trialability, observability, and complexity constructs.
For relative advantage, however, the results showed that this construct was statistically
significant and males and females did differ in their perceptions. Chapter 5 presents the
discussion for these findings.

CHAPTER 5
DISCUSSION
This chapter will discuss the findings and recommendations of this study. This chapter
includes the following sections: discussion of the findings, implications of the findings,
recommendations and future studies, and a chapter summary.
This study’s participants were employees from Qatar Private Institutions (QPIs). The survey
was sent via email to the potential participants. Total participants were 176 employees (87 males
and 89 females). The survey see Appendix A that was used to collect the data was divided into
two sections: Section A contained questions on the demographic characteristics of the
participants. Section B included 23 questions that were designed to assess the participants’
attitudes toward online training using five constructs from Rogers’s (2003) Diffusion of
Innovation theory: (1) relative advantage, (2) compatibility, (3) complexity, (4) trialability, and
(5) observability.
Discussion of Findings
Many studies have shown gender to be an important factor that plays a significant role in
integrating technology (Morris et al., 2005; Rhema & Miliszewska, 2014; Zhou & Xu, 2005).
For this purpose, this study was conducted to examine the attitudes of male and female
employees toward online training at QPIs based on Rogers’s (2003) factors. After conducting
five independent samples t-tests to address each of the ten hypotheses, I found that there were no
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statistically significant differences between male and female employees at QPIs towards online
training regarding the compatibility, trialability, observability, and complexity constructs.
The findings of this study showed that male and female employees had similar attitudes
about how comfortable they were using online training on a daily basis. In addition, the results
showed that the employees, male and female, found online training easy and not complicated to
use. Also, the results indicated that both male and female employees at QPIs have similar
attitudes toward online training based on the number of times they used it. This means that the
more they used it, the more likely they were adapted to it.
The results from this study indicated that male and female employees have similar
attitudes about the degree to which the results of an online training are visible to other
employees. In other words, male and female employees at QPIs relied on observing others to
motivate them to adopt online training. The findings of this study indicated that both male and
female employees have similar attitudes regarding the degree to which online training is
perceived as relatively difficult to understand and use. There are three interpretations for these
findings that may explain the lack of gender differences at QPIs. First, both male and female
employees at QPIs have equal access to technology, online tools, and online learning. Second,
both male and female employees have equal opportunities in the job market at QPIs. Third, QPIs
provide all their employees, male and female, equal chances of receiving training workshops to
improve their skills in online learning.
The findings of this study agree with those of Lenka and Kant (2012) and Cinkara
(2013)—these studies also examined male and female participants’ level of confidence toward
online learning. In those studies, all the participants, male and female, showed a high level of
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confidence regarding online learning and technology. In the current study, both male and female
employees were very confident in using online training. Additionally, the findings of this study
align with Rhema and Miliszewska’s (2014) results, which showed that all male and female
students at the University of Tripoli and the regional University of Al-Jabal Al-Gharbi, located in
Libya, have similar attitudes toward technology and e-learning. Both studies—Rhema and
Miliszewska (2014) and this study—showed that all males and females had similar access to
online learning. Conversely, the findings of this study disagree with Zhou and Xu’s (2007) study,
which found that male instructors were more confident in their use of computers than females.
Based on the findings of this study, I concluded that male and female employees at QPIs
have statistically significant differences in attitudes toward online training based on the relative
advantage construct. According to Rogers (2003), relative advantage refers to "the degree to
which an innovation is perceived as being better than the idea it supersedes” (p. 229). The results
showed that most of the employees (66.4%) agreed that online training is important for their
work and are motivated to adopt it. Since the relative advantage construct relies on the type of
innovation (online training) that is important to the adopters, the findings of this study showed
that both male and female employees at QPIs relied differently on this innovation (online
training). The relative advantage construct data showed that the females’ mean was higher than
that of the males, meaning that female employees at QPIs perceived online training as better than
face-to-face training more than their male counterparts. It was unexpected to see that female
employees prefer online training more than male employees. Personally, I believe that female
employees prefer to have online training because they try to avoid traveling and leaving their
family members. The reason behind this, from my point of view, is that women in many Gulf
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countries live in a male-dominated society and it is therefore hard for women to leave their
homes for training.
Literature showed that women in the Gulf countries don’t have equal access to online
learning, and face barriers in their attempts to engage in online learning (Moukali, 2012). But the
findings of this study showed that female employees at QPIs had positive attitudes toward online
training, as they have equal access to online training and learning. This provides a clearer and
more positive view about the situation of female employees at QPIs and the potential for
integrating online learning into such employees’ lives.
The findings of this study align with Mirjana et al.’s (2011) study showing that female
participants have a higher level of self-awareness than male participants. At the same time, this
study disagrees with Aydin (2012), who found male instructors to be better than females in using
technology. The reason for Aydin’s finding was that female students viewed the online
environment as open to communication errors. My study’s findings also disagree with Bain and
Rice (2006), who found significant differences between male and female participants regarding
technology. In Bain and Rice’s (2006) study, men believed that male students use computers
better than female students. In contrast, in my study, female employees at QPIs showed that they
were familiar with online training and they preferred it over face-to-face training more than male
employees. It should be noted that not all of these researchers used Rogers’s (2003) Diffusion of
Innovation theory. They used different theoretical frameworks and looked at different factors
such as ease of use, comfortability, access to online tools, and support from the administrations
to determine if there were differences among male and female participants.
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Generally, it appears from my data that there are no differences between male and female
employees at QPIs based on gender regarding their attitudes. It was found from the results that
both male and female employees at QPIs have very strong positive attitudes toward online
training. The findings indicated that all employees have high scores in the scale toward online
training and more than 50% of the employees agree that online training is better than face-to-face
training. The positive attitudes toward online training are an indication of high level of readiness
to adopt online learning. According to Adewole-Odeshi (2014), the positive attitudes of the
learners toward technology increase the possibilities of adopting it. Thus, for the purpose of
integrating online training at QPIs, gender differences may not be considered a barrier. This
knowledge may motivate QPI administrators to move forward and examine the readiness of their
employees to adopt online training. Personally, I found this to be good news to QPIs, as this
study’s findings suggest that some of the barriers to innovation adoption, such as gender
differences and negative attitudes toward online training, don’t exist. In actuality, QPIs’
employees are ready to move forward and adopt online training.
Figure 17 is my visual model for the findings of this study. As shown in this figure, male
and female employees at QPIs have similar attitudes toward online training based on four
constructs (compatibility, complexity, observability, and trialability), and differ in their attitudes
toward online training based on the relative advantage construct.
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Figure 17. The results of the independent samples t-test for the five constructs.

Implications of the Findings
Online training can benefit institutions and employees by saving time, effort, and money
and by increasing accountability more than traditional professional development (Taplin et al.,
2013). This study was conducted to find out if there were any differences between male and
female employees at QPIs regarding their attitudes toward online training. The findings of this
study could help with administrators’ decisions to provide proper online training to their
employees. It is very important for any institutions’ leaders to understand their employees’
behavior and attitudes toward innovations before implementing them.

75
Diffusion of innovation theory is considered a suitable theory that helps us understand the
adoption process and then predict attitudes toward innovation (Liao, 2005). The findings of this
study indicated that there were no statistically significant gender differences based on the
compatibility, trialability, complexity, and observability constructs, and there was a statistically
significant gender difference for the relative advantage construct. Based on the findings of this
study, the following recommendations are presented.
It appears from the study’s results that most of the employees, male and female, have
high scores on the scale indicating that QPI employees have positive attitudes toward online
training. This may indicate increases in the level of employees’ willingness to adopt online
training as an instructional strategy. These findings are important to QPI leaders because it might
help them to know that their employees are motivated to adopt online training. This may also
encourage all private institutions in the state of Qatar to integrate online training. Thus, it is
recommended for QPI administrators to move forward and examine the readiness of their
employees in adopting online training.
For the relative advantage construct, the females’ mean was higher than that of the males,
which, based on prior research, may indicate that female employees are more likely to adopt
online training than male employees. From my point of view, in Qatar’s culture it is known that
female employees prefer to be close to their children and families and do not wish to travel for
training. Thus, it is recommended that QPI administrators pay more attention to this factor that
may encourage other employees to adopt online training. I believe that administrators at QPIs
should provide more training programs that could motivate their male employees to adopt online
training by explaining the advantages and benefits behind this technology.
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The findings of this study showed that were no statistically significant differences
between male and female employees at QPIs based on compatibility, trialability, observability,
and complexity factors. In the absence of significant gender differences, Qatar private
institutions need to move on to examine other factors that indicate their employees’ level of
readiness to adopt online training. So, I recommend using two different frameworks. I suggest to
add more factors with Rogers’s (2003) five factors, such as support, funding, training, and
facilities to measure the differences among male and female employees. I believe that these
factors could play an important role in technology adoption as the factors indicated significant
results when they are used to assess teachers’ readiness regarding technology adoption (Andoh,
2012). Employees should be encouraged and supported to use online training and not get locked
into traditional classroom training programs. This will help them move forward, as they will be
able to reach out to individuals with whom they can share ideas and knowledge. This can be
achieved by offering the employees promotions and awards upon their use of online training.
Private organizations need to make proper use of technology by shifting their traditional
organizational learning or training programs to an online training setting to ensure that the
appropriate training is completed. Thus, administrators also need to provide information to their
employees about the benefits of online training and how it helps them receive meaningful
training as well as improve their skills and proficiency.
Recommendations for Future Research
In order to extend this request further, a follow-up study could be conducted to predict
the rate of adoption of online training for the employees at QPIs using a Multiple Regression
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Model. The findings of the follow-up study may help QPI leaders determine whether their
employees are ready to adopt online training and the rate of their adoption of online training. If
the findings show that employees are not ready to adopt online training, QPI administrators
should find the proper training that could help them motivate their employees to adopt online
training in their career development.
This research study was limited to only private institutions. I would recommend that
additional studies be conducted to include other government or public institutions. In
governmental institutions, the employees’ situation is different, as not everyone has access to
technology tools or computers. These studies could show different results, and the number of
male employees in Qatar governmental and public institutions is higher than that of female
employees (Golkowska, 2014). For this reason, this study may not be generalized to other
populations; however, it would be useful to conduct the same study at different types of
institutions, NGOS, or governmental institutions. Future studies should use the same factors
from Rogers’s (2003) theory for different populations, such as employees at governmental
institutions, to find out if these factors can play an important role in online training adoption, and
if there is a statistical significance between male and female employees at public institutions as
opposed to private ones.
This study used quantitative methodology, and I believe that incorporating other data
collection techniques might result in researchers’ obtaining more detailed information about the
employees’ attitudes toward online training. Future studies should use mixed methods such as
open-ended questions or semi-structured interviews. This could provide more information about
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the participants’ views on online training, and a clearer understanding of their perspectives on
online training adoption.
This study didn’t measure the level of education of the participants. It is possible that the
level of education could play an important role in technology adoption. It is recommended that
his study be replicated and include a consideration of the participants’ level of education.
Limitations
One limitation of this study is that it focused on employees in Qatar’s private sector, so
the findings cannot be generalized to the overall population of the State of Qatar. Second, the
culture of the organizations could have affected the participants’ responses, so the participants
may have given the answers they believed they were required to give. Finally, this study used a
survey that was previously used in another study to predict the attitudes of lecturers. In the
current study the survey was used for employees, so the type of questions could have been
understood differently between lecturers and employees.
Summary
The purpose of this study was to use Rogers’s (2003) Diffusion of Innovation theory and
his five perceived attributes as a framework to find out if there are differences between males’
and females’ attitudes toward online training for employees at QPIs. DOI theory has been used in
many research studies as a theoretical framework to predict the rate of innovation adoption.
Rogers (2003) stated that, “At the persuasion stage (or some other decision-making point) a unit
forms a favorable or unfavorable attitude toward [an] innovation” (p. 174). From this stage, five
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constructs were used—relative advantage, compatibility, trialability, complexity, and
observability—to find out if there are differences between male and female employees at QPIs.
The findings of this study indicated that most of the employees at QPIs found online
training as comfortable and easy to use. Also, the findings of this study concluded that the
relative advantage construct was the only construct which indicated significant differences
between male and female employees at QPIs, while the other constructs such as compatibility,
trialbility, complexity, and observability were not statistically significant. Based on the findings,
the females’ mean was higher than males’, which indicated that female employees at QPIs found
online training better than face-to-face training, and are ready to adopt online training more
readily than male employees. This study presents good news to QPIs about the lack of gender
differences in their institutions and the positive attitudes of male and female employees toward
online training. This reflects the employees’ high level of readiness to adopt online training.
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Appendix A
Survey
Dear Participants,
Please complete the following questions to reflect your opinions about your attitudes toward
online training in your company. We promise this will only take a few minutes of your time.
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Table 20
Descriptives for Relative Advantage
Gender
Relative Advantage

Male

Statistic
Mean

2.75

95% Confidence Interval for

Lower Bound

2.66

Mean

Upper Bound

2.85

5% Trimmed Mean

2.74

Median

2.60

Variance

.197

Std. Deviation

.443

Minimum

2

Maximum

4

Range

2

Interquartile Range

0

Skewness
Kurtosis
Female

Std. Error

Mean

.048

.703

.258

2.169

.511

2.84

.043

95% Confidence Interval for

Lower Bound

2.76

Mean

Upper Bound

2.93

5% Trimmed Mean

2.82

Median

2.60

Variance

.161

Std. Deviation

.402

Minimum

2

Maximum

4

Range

2

Interquartile Range

0

Skewness

1.138

.255

Kurtosis

1.457

.506
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Table 21
Descriptives for Compatibility
Gender
Compatibility

Male

Statistic
Mean

1.90

95% Confidence Interval for

Lower Bound

1.69

Mean

Upper Bound

2.10

5% Trimmed Mean

1.83

Median

2.00

Variance

.896

Std. Deviation

.947

Minimum

1

Maximum

4

Range

3

Interquartile Range

1

Skewness
Kurtosis
Female

Std. Error

Mean

.773

.258

-.494

.511

2.02

.104

95% Confidence Interval for

Lower Bound

1.81

Mean

Upper Bound

2.23

5% Trimmed Mean

1.97

Median

2.00

Variance

.960

Std. Deviation

.980

Minimum

1

Maximum

4

Range

3

Interquartile Range

2

Skewness
Kurtosis

.101

.303

.255

-1.331

.506
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Table 22
Descriptives for Trialability
Gender
Trialability

Male

Female

Statistic
Mean

Std. Error

2.95

95% Confidence Interval for

Lower Bound

2.87

Mean

Upper Bound

3.04

5% Trimmed Mean

2.96

Median

3.00

Variance

.156

Std. Deviation

.394

Minimum

2

Maximum

4

Range

2

Interquartile Range

0

.042

Skewness

-.531

.258

Kurtosis

3.933

.511

2.96

.043

Mean
95% Confidence Interval for

Lower Bound

2.88

Mean

Upper Bound

3.05

5% Trimmed Mean

2.96

Median

3.00

Variance

.165

Std. Deviation

.407

Minimum

1

Maximum

4

Range

3

Interquartile Range

0

Skewness

-.051

.255

Kurtosis

3.489

.506
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Table 23
Descriptives for Observability
Gender
Observability

Male

Female

Statistic
Mean

Std. Error

2.31

95% Confidence Interval for

Lower Bound

2.18

Mean

Upper Bound

2.45

5% Trimmed Mean

2.25

Median

2.20

Variance

.411

Std. Deviation

.641

Minimum

2

Maximum

4

Range

2

Interquartile Range

1

.069

Skewness

1.393

.258

Kurtosis

1.066

.511

2.31

.062

Mean
95% Confidence Interval for

Lower Bound

2.19

Mean

Upper Bound

2.43

5% Trimmed Mean

2.25

Median

2.20

Variance

.344

Std. Deviation

.586

Minimum

2

Maximum

4

Range

2

Interquartile Range

1

Skewness

1.355

.255

Kurtosis

1.703

.506
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Table 24
Descriptives for Complexity
Gender
Complexity

Male

Female

Statistic
Mean

Std. Error

2.31

95% Confidence Interval for

Lower Bound

2.18

Mean

Upper Bound

2.45

5% Trimmed Mean

2.25

Median

2.20

Variance

.411

Std. Deviation

.641

Minimum

2

Maximum

4

Range

2

Interquartile Range

1

.069

Skewness

1.393

.258

Kurtosis

1.066

.511

2.31

.062

Mean
95% Confidence Interval for

Lower Bound

2.19

Mean

Upper Bound

2.43

5% Trimmed Mean

2.25

Median

2.20

Variance

.344

Std. Deviation

.586

Minimum

2

Maximum

4

Range

2

Interquartile Range

1

Skewness

1.355

.255

Kurtosis

1.703

.506

